Based on the questionnaire of 207 enterprise employees in South China, this paper uses the method such as hierarchical regression analysis, to explore the relationship between career growth and work engagement, the intermediary role of organizational identification and the moderating effect of person-organization value fit. The study shows that: 1) Employee career growth has a significant positive impact on organizational identification and work engagement; 2) Organizational identification plays a partial mediating role between career growth and work engagement; 3) Person-organization value fit positively regulates the relationship between career growth and organizational identification. That is to say, the higher the person-organization value fit, the more obvious the influence of career growth on organizational identification. Finally, based on the results, the paper discusses the significance of this research in theory and practice.
Introduction
In the era which information technology rapidly develops, the pace of economic development in China is accelerating and the development trend of the business organization towards the flat is becoming more and more obvious. This made the relationship between person and organization fundamentally changed. At the same time, to survive and gain a competitive superiority in the wave of glob-No matter it is in academia or in business management practices, employee career growth has always been one of the focuses of great concern. In recent years, with more and more post-90s entering the workplace from campus and injecting fresh blood into the enterprise, this distinctively-featured group of new generation people is gradually becoming an important force for organization's sustainable development. The new generation employees at the present stage in China are more innovative and motivated by growth needs. They mainly emphasize their personal career growth. At the same time, they keep pursuing the satisfaction of personal needs and the achievement of career goals (Fok, 2016) [2] . Therefore, in the current employment situation, accumulating good professional values is indispensable for the group to obtain continuous professional competitiveness and achieve their own professional ideals. Thus, they are also paying more attention to the development of personal ability and career growth.
In recent years, scholars have begun to focus on the connection between career growth and employees' proactive behavior in enterprises. Okurame (2012) [3] has explored the relationship between career growth prospect and organizational citizenship behavior. Crawshaw et al. (2012) [4] have pointed out that it is necessary to study the relationship between employee career growth and work performance, work initiative behavior. In addition, Weng, Xi, Yuan, Zhou and other Chinese scholars have also pointed out that employee career growth has a significant impact on organizational commitment [5] , employee engagement [6] , turnover intention [7] [8] and work performance [9] . But so far, scholars rarely examine the relationship between career growth and work engagement, and there are few researches on the specific influence mechanism.
Therefore, this study is devoted to conducting in-depth research from the following two aspects: 1) To explain the relationship between career growth and work engagement among the new generation employees; 2) To explore the influence mechanism of career growth on work engagement, this study introduces organizational identification as an intermediary variable and introduces person-organization values fit as a regulatory variable. And then examine their influences on the main effect.
Literature Review and Research Hypothesis

Career Growth, Work Engagement and Organizational
Identification Argyris (1957) [10] pointed out that career growth is the process of individual from passive dependence to active independence, from being unconstrained to being self-restrained. Graen (1997) [11] emphasized the benefits of occupational mobility between organizations to individual values increasing in his description of career growth, and defined career growth as the speed of work series that individuals pursuing value enhancement. Career growth was defined as the opportunity for individuals to gain career growth in an organization, such as undertaking challenging work tasks, taking on more job responsibilities and more. However, these concepts are not comprehensive enough and do not take the mobility problem of employees into account. Therefore, Chinese scholars Weng & Hu (2009) [12] have suggested two ways of career growth: intra-organizational growth and inter-organizational growth. Intra-organizational Career growth emphasizes the speed of individual career progression within the organization. And inter-organizational career growth emphasizes the growth of experience and ability when individual flows between organizations. In addition, career growth was divided into three major dimensions: career goal progress, professional ability development and organizational remuneration growth (Weng et al., 2017) [5] . It is limited to career growth within the organization in this study.
With the rise of Positive Psychology and Positive Organizational Behavior, the concept of "work engagement" first appeared in 1965. After years of research and exploration by scholars, Kahn (1990) [13] put forward the concept of individual input at work basing on the study of Goffman (1966) [14] , which was defined as that individuals within the organization could integrate into work and express themselves freely. It was also divided into three dimensions of physiological, Cognitive and emotional. Schaufeli et al. (2002) [15] considered that work engagement is a cognitive state which is more positive, more lasting and more universal. They also put forward the three-dimensional characterization factors of vitality, dedication and focus. This three-factor model has been universally accepted and adopted in academia.
For the concept of organizational identification, Ashforth & Mael (1989) [16] introduced social identification theory into the organizational situations, recognizing that organizational identification is a state in which an individual defines himself or herself as a member of a particular organization, or a sense of belonging to the group. When employees feel they are respected, and then formed a dependence on the organization and a sense of belonging, they will be more willing to stay in the organization for a long time, contribute to the organization, enhance organizational performance and image etc.
Career Growth and Work Engagement
Work engagement is an active, integrated and persistent state of the individual in work [17] . To be specific, it can be manifested as whether employees have Open Journal of Business and Management good psychological quality, lots of energy, and great enthusiasm in the work, can be absorbed in work and feel happy or not easy to produce listless, extreme and other negative behaviors. For the new generation employees, they grew up in an era of rich material life, developed market economy and rapid development of information technology. They are very concerned about personal career development and are eager to have more training opportunities to develop and perfect themselves.
According to the Theory of Need for Achievement, when enterprises establish a certain career growth space for new generation employees and give them sufficient opportunities to meet their growth needs and their desire for success to a certain degree. It will obviously enhance their vitality and dedication in work, so as to focus more devotion to work.
A large number of studies can show that career growth and work engagement are closely linked. Bakker (2008)'s study [18] of employees' psychological characteristics and work engagement found that individual psychological resources such as self-respect and optimism can effectively predict the degree of work engagement. The accumulation of professional values and the satisfaction of self needs which employees obtain in the organization will stimulate the individual to have a pleasant emotional experience. When the psychological resources of the individual are richer, their expectations for self-centeredness (self-employment and self-expression) are higher, but also have a higher sense of self-efficacy and subjective initiative. In addition to the impact of individual psychology, career growth also affects the impact of organizational members on work resources (such as perceived organizational support, environmental free perception, innovation support, organizational justice, matching perception) through increased capabilities, changing social and economic status and so on. Li (2006) [19] suggested that a high degree of fit between individual employees and organizations or jobs enables them to adapt quickly and get into work actively. The development opportunities (such as challenging assignment, skills utilization) which the organizations provide to employees for career management will promote the improvement of their work input and quality.
On the other hand, from the empirical research of Weng (2013) [5] & Zhou (2015) [6] , it can be concluded that in different occupational environment, the positive impact between career growth and organizational commitment is supported by empirical data. The factors related to organizational commitment also have a significant effect on work engagement. Li (2012)'s research [20] found that good psychosocial safety perception has a positive impact on work engagement. So employees' career growth can increase safety awareness of resource control and self-development, thus enhance their work input. Based on the above analysis, this paper proposes the following hypothesis: H1: Employee career growth has a positive impact on work engagement.
Career Growth and Organizational Identification
Scholars generally believed that organizational identification is the affiliation Open Journal of Business and Management and dependence of the members on the organization emotionally and psychologically. Employees will be tended to be actively consistent with organizations on both psychology and actions when they agree with the organizations' strategy, culture and values. Antecedents of organizational identification can be summarized into three categories: individual characteristics, organizational characteristics and environmental characteristics, of which organizational characteristics are mainly manifested as organizational image, organizational climate, organizational culture and organizational support etc. (Bao, 2006) [21] . If employees want to get more pay, improve their own professionalism and abilities, gain higher positions in work or social status, it is indispensable of the broad platform and challenge opportunities provided by organizations. In other words, in order to achieve their career growths, not only needed their own efforts, but also the support of the organization. The employee's intra-organizational career growth is not only the process of generating internal identification of the organization's goals, but also the gradually bundling of the self-behavior and organizational development [5] .
The study of Zhou & Yu (2015) found that employee career growth has a significant positive effect on organizational commitment [6] . That's to say, when employees feel that they are respected enough in the organization, be able to improve their self-worth and achieve their career goals better, they will be more recognized to the organization and more willing to stay in the organization by working harder toward their goals. At the same time, they will give more return to the organization, bringing better benefits to the organization thereby. Based on the above analysis, this paper proposes the following hypothesis:
H2: The career growth of employees has a positive impact on organizational identification. Open Journal of Business and Management ment, employee suggestion behavior and organizational citizenship. Therefore, this study infers that organizational identification may help to enhance the sense of responsibility and mission of employees so as to devote more efforts to their jobs, and even consciously undertake work without their responsibilities. Based on the above analysis, this paper proposes the following hypothesis:
H3: Organizational identification has a positive impact on employee's work engagement.
The Intermediary Role of Organizational Identification
The career growth perceived by employee influence staff's psychological cognitive evaluation is mainly through the consistency of practical work and career direction, abundant work experience related to career ideal, skills upgrading, the growth of social capital in the organization and the material return by the organization due to its work engagement, thereby affecting their attitudes and behavior. Reciprocity between individuals and organizations is reflected in the equivalent exchange of resources (including material, immaterial and psychological resources). And in the process of exchange relations running-in until balance, the high degree of recognition for career growth that individuals obtain within the organization is the center of gravity of this balance.
Therefore, if organizations want employees to have a higher level of work engagement in their work environment, they need to provide employees with adequate career development support. So that they can not only feeling high degree of concern and recognition from the organization, but also gain their accumulation of professional value. Thus, employee would form a stronger sense of belonging to the organization, consciously raise their willingness to continue their dedication, increase their enthusiasm for work, create greater work output, and increase the profitability of the organization. Consequently, this paper argues that the reason why career growth can increase employee's work engagement is the important role of organizational identification. Based on the above analysis, this paper proposes the following hypothesis: H4: Organizational identification has mediating effect between career growth and work engagement.
The Moderating Effect of Person-Organization Value Fit
Person-organization value fit is one of the person-organization fit. Kristof (1996) [23], a well-known scholar who is researching fit theory, summarized person-organization value fit as a kind of assisted fit, emphasized the similarity or consistency of the characteristics between individuals and organizations, and 
Research Methods
Data Collection and Samples
In this study, the data were collected by questionnaire. The survey mainly cov- 
Variable Measurement
The scales of the selected variables in this study were all from the mature scale of the existing studies. The scales used in this study are all Likert 5 points scale, in which "1" means "totally disagree" and "5" means "totally agree". In order to ensure the accuracy and situational applicability of the scale, after the preliminary survey, we conducted in-depth interviews and corrections with some professional technicians and relevant scholars on the contents of the questionnaire, form the final scale and conducted the formal survey of the second stage. The scales are as follows:
Career Growth: Using the Career Growth scale revised by Weng and McElory (2012) , which has 15 items in total and is divided into three dimensions: career goal progress, professional ability development and organizational remuneration growth. For example, the item of career goal progress "the current job is one step closer to my career goal" and the item of professional ability development "the current job motivates me to continuously acquire new knowledge about work" and so on. According to the data of valid samples in this study, the Cronbach's α of this scale was 0.901, and the reliability was good.
Organizational Identification: Using the scale developed by Mael et al. [25] , in which there are 6 items in total. This scale has been widely used in the current researches of organizational identification. 
Data Analysis and Research Result
Confirmatory Factor Analysis
Since the data in this study were from questionnaires filled in by employees, it can easily lead to common method variance. This study used AMOS 21.0 to conduct confirmatory factor analysis, testing the discriminant validity of the predictor variables in different models. Table 1 shows the results.
Six fitting indicators were adopted in this study: χ 2 /df, RMSEA, IFI, TLI, CFI and AIC. For these indicators, the standards generally accepted by academics are: when χ 2 /df is between 1 and 3, the model fitting degree is better, the smaller, the more ideal; when RMSEA is less than 0.05, the model fitting degree is ideal; IFI, TLI, CFI and other indicators are generally between 0 and 1, the closer to 1, the better the model fits. Most scholars believe that when the indicators are higher than 0.9, the model achieves a good fit.
By comparing the six models in Table 1 , it was found that the four-factor model had the best fit (χ 2 /df = 1.386; RMSEA = 0.043, less than 0.05; all three indexes of IFI, TLI and CFI are higher than 0.9). Therefore, the analysis results showed that there is no serious common method variance between the variables, and the predictor variables have good discriminant validity.
Correlation Analysis
The mean, standard deviation and the correlation coefficients between every control variable, career growth, organizational identification, work engagement and person-organization value fit are shown in Table 2 . The results show that there is a significant positive correlation between new generation employees' career growth and organizational identification (r = 0.653, p < 0.01) and work engagement (r = 0.308, p < 0.01), and that there is also a significant positive correlation between organizational identification and work engagement (r = 0.360, p < 0.01). These provide preliminary support for testing the hypothesis of this study. In addition, we will control gender, degree of education, years of working and nature of unit in the regression analysis.
Hypothesis Text
This study mainly used multiple regression methods and Bootstrap method to examine the relationship between variables. Before analyzing the data, in order to avoid multicollinearity problem, each variable was centralized. Table 3 shows the results of multiple regression analysis. Open Journal of Business and Management 1) From the model 5 in Table 3 , it can be seen that career growth has a significant positive effect on work engagement (β = 0.342, p < 0.01). That is the faster career growth, the higher the employee's work commitment. So Hypothesis 1 is supported.
2) As shown in model 2 and model 6, career growth has a significant positive effect on organizational identification (β = 0.674, p < 0.01) and organizational identification also has a significant positive effect on work engagement (β = 0.336, p < 0.01). Therefore, Hypothesis 2 and Hypothesis 3 are supported. At the same time, it also satisfies the preconditions for testing the mediating effect of organizational identification.
3) The test of mediating effect. Firstly, intermediary effect test method summarized by Wen (2004) [28] was used in this study. From the results of 1) and 2), we can see that the significant regression relationship between career growth and organizational identification & work commitment. After joining organizational identification in the process, the regression coefficient of career growth to Open Journal of Business and Management work engagement is still significant, but the coefficient value becomes smaller.
This preliminarily demonstrates that the organizational identification plays a mediating role in the relationship between career growth and work engagement.
However, many scholars thought that this method had some limitations. To further ensure the rigor of this study, we further examine the mediation effect by using the Bootstrap method of Hayes (2013) [20] . We choose 5000 as sample 
Research Findings and Conclusions
Research Findings
Based on Social Exchange Theory, Matching Theory and Positive Psychology, this study explored the impact of intra-organizational career growth on employee's work engagement aimed at the specific group of new generation employees, and introduced two variables of organizational identification and person-organization value fit for further study. According to the analysis of empirical data, this study draws the following findings. First of all, the career growth of new generation employees has a significant positive effect on organizational identification and work engagement. This conclusion shows that if employees perceive that they can achieve better career growth in the organization, they will be more attracted to the organization and form a strong sense of belonging and responsibility towards the organization. In addition, they will invest more enthusiasm and energy in their work. While improving the performance for their organization, they will continue to develop new job skills, enhance their professional abilities and accomplishments, so as to near their professional goals.
And then this study found that organizational identification plays a partial mediating role between career growth and work engagement. In other words, the career growth which the new generation employees obtain in the organization can not only directly affect their actual work engagement, but also indirectly enhance their work engagement by enhancing the emotional connection between employees and organizations.
Finally, we confirmed that person-organization value fit plays a positive regulatory role in the relationship between career growth and organizational identification. In other words, the impact of career growth on organizational identification will be significantly enhanced when the level of person-organization value fit is high. On the contrary, the impact of career growth on organizational identification will be weakened when the level of person-organization value fit is low. Therefore, for this study, unilaterally emphasis on the career growth of new generation employees while neglecting employee-organization value fit can't maximize employees' recognition of the organization. Only when the two are combined, can the best incentive effect be achieved.
Research Conclusions
Starting from practical problems, this study selects new generation employees as research object to explore the relationship between career growth and work engagement. Through the analysis of empirical data, the hypothesis has been supported. This paper has important significance whether in theoretical development or enterprise practice. Next the theoretical contributions and management implications will be discussed.
Theoretical Contributions
The theoretical contributions of this study mainly include the following three Open Journal of Business and Management aspects:
Firstly, for the new generation employee groups, it was concluded that the career growth of employees has a significant positive impact on their work engagement through the data test. This is similar to the conclusions of Li (2012) [20] and Weng (2017) [9] , further demonstrating the importance of paying attention to employee career development and career growth.
Secondly, while the positive relationship between career growth and work engagement was confirmed, there was almost no explanation of how career growth affects work engagement. This study introduced organizational identification as an intermediary variable and obtained the support from the data. It concluded that organizational identification does play an intermediary role in the process of career growth affecting work engagement. If organizations invest more resources (such as high-value work items, valuable training opportunities, promotion opportunities etc.) for employees, they will pay more attention to the psychological contract with the organization and really consider themselves as a member of the organization. In exchange, they will get into work in a better state to work to return the organization. Therefore, this study further uncovered the internal mechanism of career growth impacting work engagement, laying a good theoretical foundation for scholars to further study this process and enriching the theoretical connotation of career growth and work engagement. However, there are still some limitations in this study. For example, the generality of the sample is not enough due to the geographical restrictions. Otherwise, the common method deviation was caused by the cross-sectional measurement.
Management Implications
Under the background of increasingly fierce market competition, the new generation employees as an important force for the organizational sustainable development are getting more and more attention by business managers and scho-Open Journal of Business and Management lars. How to make these young people more involved into their work is an urgent problem to be resolved. Based on the conclusions drawn from this study, the following suggestions are proposed in terms of career growth, organizational identification, value fit and so on: Finally, organizations should pay attention to the study of talent adaptation.
According to Expectancy Theory, satisfaction comes from the cognition of the gap between expectation and reality. In real situations, the high short-term turnover rate of new generation employees often comes from the mismatch between actual work and career expectations. Therefore, at the stage of talent selection and recruitment, the recruiters also need to carefully examine the candidate's own career expectations and values, and conduct matching and testing based on the actual conditions of the organizations. So that can improve the quality of two-way choice between individuals and organizations and the level of commitment.
